On the basis of drawing on the experience of related study results, this thesis initially study out the characteristics that the middle-level manager is required in the hotel, and then define the qualified characteristic model, including professional knowledge, knowing the human to make good use, paying attention to clients, studying and promoting, personal charisma, control ability, insight, flexible, emotional intelligence, coordination and communication, solidarity and cooperation and performance orientation, altogether 12 characteristics. Furthermore, some suggestions of this model's applying to the hotel middle-level management are proposed. I hope the level of management of hotel middle-level manager's quality and ability can be improved, the phenomenon of talent fault can be avoided, and the hotel competitiveness can be enhanced through strengthening the quality and ability of the middle-level managers. Through the structure of the hotel middle-level manager's qualified characteristic model, I hope my thesis can make a supplement to the study of the qualified characteristic of middle-level managers in the service, and can make a little contribution to the improvement of middle-level management in the hotel industry.
INTRODUCTION
Through the structure of the hotel middle-level manager's qualified characteristic model, I hope my thesis can make a supplement to the study of the qualified characteristic of middle-level managers in the service, and can make a little contribution to the improvement of middlelevel management in the hotel industry.
II. DEFINITION OF COMPETENCY MODEL
A competency model is a combination of different sets of competency elements required to achieve a certain performance goal in order to complete a job. 1 IV. DESIGN AND DISTRIBUTION OF THE QUESTIONNAIRE
A. Design and Distribution of the Questionnaire
This questionnaire is mainly to evaluate the importance of the middle management of the hotel on the importance of competency characteristics, including 12 items and their respective meanings. At the same time, 16 high-star hotels in Kunming were selected as the survey objects. Functional department management staffs were issued 140 questionnaires and 135 copies were recovered. Business department managers were issued 140 questionnaires and 135 copies were recovered. After deleting the invalid questionnaire, a total of 131 valid questionnaires were obtained from the functional departments. The effective recovery rate of the questionnaire was 88.57%. The effective questionnaires of the business departments were 134, and the questionnaire recovery rate was 97.14%.
B. Data Analysis Methods and Organizing
Statistical analysis was performed on the data using SPSS. Firstly, the problem of the questionnaire is the transformation of the data. The competency item is used as the control variable, and the data is recorded. Then, according to the theoretical hypothesis, the data are analyzed by means of mean comparison, T test, factor molecule and methods like these.
1) Statistical characteristics analysis:
The following tables (" Table II" "Table III" "Table IV" "Table V" "Table  VI" "Table VII" and "Table VIII ") are analyzed from seven aspects (Department categories, Gende, Age, Education level, Working years, Position ranks, Hotel nature and so on.)to construct a feature model. In general, KMO values above 0.7 are suitable for factor analysis, and the larger the KMO value, the higher the structural validity of the questionnaire and the higher the commonality of the factors, the more suitable for factor analysis. The KMO value here is 0.919, so it is very suitable for factor analysis.
From the situation of the gravel map, from the second factor to the back slope line is relatively flat, so it is advisable to retain two factors. (See " Fig. 1 " below) The eigenvalue analysis using principal component analysis found that there were two factors with eigenvalues greater than 1, so the analysis results were the same as those of the gravel map. Factor 1 eigenvalue = 6.970; factor 2 eigenvalue = 1.066. Two factors explain 66.966% of the total variation. The specific analysis results are shown in the following "Table X": After the analysis of the factor matrix after the reel, according to the competency characteristics of the common factors, the competency features are initially classified and named as follows " Table XI":   TABLE XI Advances in Economics, Business and Management Research, volume 85
The first common factor individual and enterprise development ability: professional knowledge, ability to be good at knowing people and using people, customer focus, learning improvement, personality charm, supervision ability, insight, flexible ability, and emotional intelligence.
Second common factor team leadership: coordination and communication, team work, and performance orientation.
VI. EVALUATION AND ANALYSIS ON THE IMPORTANCE OF COMPETENCY CHARACTERISTICS OF MIDDLE-LEVEL MANAGERS
Using the independent sample T test (mean difference comparison) importance items, the test results are classified as follows: From the above two tables (see from " Table XII" and  "Table XIII "), managers of business departments and functional departments have significant differences in the importance of various elements to work.
A. The Perception of the Importance of Quality in Different Departments
In the analysis of the functional departments, it is found that the distribution of the five elements from high to low is: learning improvement, professional knowledge, customer focus, knowledgeable use, and flexibility. In the analysis of the business department, it is found that the distribution of these five elements from high to low is: focus on customers, learning improvement, professional knowledge, knowledgeable use, and flexibility. In terms of the importance of the five elements, the business departments are generally higher than the functional departments.
B. Differences in the Views of Managers of Different Genders on the Importance of Each Quality
The scores show no significant differences, so it shows that there is no significant difference in the importance scores of each quality, whether it is a male manager or a
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female manager, only a certain difference. This may have a certain relationship with the traditional cultural concept, gender composition and work content of the hotel industry.
C. Differences in the Views of Managers of Different Ages
on the Importance of Each Quality (One-way Analysis of Variance) It can be seen from "Table XIV" and " Table XV " that managers of different ages have significant differences in the evaluation of the importance of personality traits and regulatory abilities. Further comparison of the multivariate averages revealed that the 50-59 age group is more important than the 30-39-year-old manager for the importance of personality traits for work. At the same time, managers in the 50-59 age group think that regulatory power is especially important for work compared to employees aged 30-39. * represents that the symbol indicates a significant difference at the 0.05 level.
It can be seen from " Table XVI" and " Table XVII " that managers of different age groups have significant differences in their scores for self-recognition. Further comparison of the multivariate averages revealed that managers in the 50-59 age group considered their ability to recognize people stronger than those in the 20-29 age group; at the same time, Advances in Economics, Business and Management Research, volume 85 managers in the 50-59 age group knew about themselves. The score of human ability is significantly higher than that of managers in the 30-39 age group.
D. Comparison of Different Academic Qualifications (Oneway Analysis of Variance)
In the academic sample, most of them are concentrated at the college level, followed by undergraduate, and the degree of education is small. There are fewer graduates with high education and low-educated technical secondary school students.
E. Comparison of Different Work Years (One-way Analysis of Variance)
In the analysis of the work years' sample, the sample with a working life of more than 5 years is mostly, accounting for 60% of the total sample. This shows that in the management team, the manager who has been working for a long time is generally at a higher management level has a higher sense of identity and responsibility for employees in the lower-level departments, with higher sense of identity and responsibility for employees than employees in the lower-level departments, and is also conducive to the better accumulation of work experience, laying a good foundation for future talent training and self-level development.
F. Comparison of Different Position Ranks (One-way Analysis of Variance)
Managers at different position ranks do not have significant differences in the importance of each element. They are only slightly different due to differences in work levels. As a middle-level manager, he is more focused on communication and coordination. This may be because he is in the position of internal leadership and feels that coordination is particularly important. * represents that the symbol indicates a significant difference at the 0.05 level.
G. Comparison of Hotel Companies of Different Natures (One-way Analysis of Variance)
It can be seen from " Table XVIII" and " Table XIX " that managers of different nature hotels have significant differences in their performance scores in terms of professional knowledge and skills. After comparing the multiple averages, it is found that compared with foreign hotels, the managers of private hotels think that their professional knowledge and skills perform better in their daily work. At the same time, the managers of state-running hotels also think that their professional knowledge and skills are in better performance in the daily work. Both selfassessment scores are significantly higher than the performance scores of foreign hotel managers for this quality.
VII. RESEARCH CONCLUSIONS AND RECOMMENDATIONS

A. Research Conclusions 1) Hotel middle-level manager competency model:
Through the interview of behavioral events and the use of weighted addition, the 12 competency features that can significantly influence the competency of the middle managers of the hotel are included in the model to obtain the model of the middle-level manager competency of the hotel, as shown in the following " Fig. 2": Advances in Economics, Business and Management Research, volume 85 
B. Application Suggestions on the Competency Model of Hotel Middle-level Managers 1) Application of competency model in recruitment:
The use of competency model in talent recruitment not only examines the knowledge, experience and skills of candidates, but also guides their future work objectives according to their qualities to achieve the purpose of selection. In the interview process, the questions can be designed according to the competency characteristics and job requirements, and the corresponding competency features are given corresponding scores. When the candidate gets higher scores, the more competency items are, the more excellent they are. On the contrary, if they do not meet the job requirements, they should not be hired.
2) Application of competency feature model in training: In addition to paying attention to the on-the-job training of employees, more attention is paid to the identification of competency as the focus of self-training, to design performance-related training programs, tailor-made training programs, to plan for the characteristics of employees, and improve the effectiveness of training.
3) Application of competency feature model in salary management: Compensation management based on competency characteristics is mainly based on the matching of its ability and position. This means that even if the employee is at a lower job level, as long as he has strong ability and development potential, he can get higher salary, which makes the salary more stimulating and can make the hotel attract more, enriching their talents and their teams. 4) Application of competency feature model in career planning: Career planning based on competency features adjusts their positions based on their ability to develop, placing them in the best position to match themselves. This will not only give better play to the ability of employees, but also effectively complete the work, and reserve excellent talents for the development of the hotel.
VIII. CONCLUSION
Based on the relevant research results of hotel middle managers and competency model, this paper verifies and corrects the competency characteristics of hotel middle managers through interviews and questionnaires, and finally determines its competency model and further proposes its applying suggestions. It is hoped to further improve the management level by strengthening the quality of middle managers, avoiding the phenomenon of talent gaps and enhancing the competitiveness of the hotel market.
